
Awards Entry Example 3: 

Awards category: Benefits team of the year  

Name of employer running the scheme: Employee Benefits Snacking Factory 

Implementation date(s) of strategy/scheme(s): March 2013  

Business/industry sector of employer: Biscuits  

UK: 3,000  

Global: 10,000  

Location(s) of employer that are relevant to this entry: Nationwide across the UK and Ireland. 

Job profiles and demographics of the workforce that are relevant to this entry. For example: age, 

gender, diversity, education levels; is the workforce highly computer literate, highly/lowly paid, 

widely dispersed, etc?:  

An extremely diverse workforce including manufacturing, sales, marketing and central functions. 

Multiple business units from different legacy businesses spread across 15 locations. Mixture of age, 

gender, cross section of pay ranges. Both online and offline employees, remote and field workers.  

Benefits team members: 

Josephine Bloggs - UK reward director – Driving the strategy and execution of reward and benefits

strategy in the UK.  

Joseph Bloggs Compensation and benefits manager  

Delivery of key reward and benefits projects systems, technical and design. 

Jo Blogger Compensation and benefits specialist  

Specialist in process, administration, system and data. Ensuring that the strategy and its relevant 

processes are repeatable, scalable and efficient.  

Joe-Joe Blogging Global benefits director 

Responsibility for reward and benefits in 40 countries across EMEA. 

Strategy (300 words maximum):  

During the last 12 months, the team listed has worked within a backdrop of one of the most high-

profile acquisitions and integrations that there has been during the last few years. The business 

strategy was that with such a high level of media interest and aggressive category plans, we needed to 

deliver harmonised reward and benefits across the business. As a result, throughout 2013 we were on 

a journey to combine the two divisions (EB Vanilla and EB Chocolate divisions). For this to be a success, 

each member of the team needed to work on reviewing and consolidating 15 cash and benefit 



components, migrating over half of the population onto new terms and conditions and delivering all of 

this with zero disruption to business as usual.  

All of the team are passionate about reward and benefits in the new organisation. We also knew that 

our largest initiative for 2013 (harmonisation of terms and conditions), was a very emotive subject. We 

therefore worked to ensure that the team was structured to support the primary business initiative 

of integration. The key was that this was not an HR initiative - it was a business initiative with the 

reward and benefits team executing it.  

The team was split vertically, each with a key set of objectives, project ownership, deliverables and 

stakeholders to manage, from the exec team in weekly briefings through to union representation, staff 

councils and individual employees. Within the resources, we had the entire team had to cover lots of 

ground efficiently and effectively.  

We set up a steering group consisting of HR and functional leaders, who met regularly and acted as 

guardians of our principles and helped us understand our audiences more effectively. This project was 

on the leadership team’s objectives and therefore always an item on their weekly agenda.  

We knew that we needed support from our key leaders to cascade the messages across all employee 

populations. During an offsite briefing we engaged with 150 top leaders of our organisation and 

briefed them on all changes. We also understood that this impacted them personally and therefore 

we shared their individual changes with them at the end of the session and worked with them to 

address their personal journey before we asked them to lead the business through this change. We 

also equipped them with a comprehensive line manager’s guide with scripts for conversations with 

employees as we had done an impact analysis and knew where the challenging groups were going to 

be. We also engaged with our regional leaders to gain their support and ensure alignment with our 

global and European compensation principles.  

Innovation (300 words maximum):  

We believe that the strategy deployed was innovative for a number of reasons: 

1. Individual communication – terms and conditions statement

The team used its expertise to successfully design, develop and create a legally binding document 

which was engaging and well received by the organisation. A core aspect of the communications 

campaign was an individual and personalised illustration for each employee. These documents 

contained a before and after position to explain what their reward and benefits were before 

integration and what it was moving to. The communication was tailored to the individual and 

included unique employee specific messaging and a tear out pre-completed contractual change 

document for signature.  

2. Messaging and written style – appealing to everyone

The team worked with the internal communications team to develop the communication strategy. 

Key to the project’s success was to create a communication strategy and style that would appeal to all 

parties whilst staying true to our values.  

A fun, punchy and engaging style was created for the key scheme messages were consistently 

delivered throughout all communication. However, the messaging was mindful of the amount of 

change that the business had just been through given terms and conditions harmonisation.  



3. Keeping it personal and enabling one-to-one conversations

Having been involved in large change projects before, the team understood that within a business the 

size of ours, the personal touch can get lost in an integration project. A significant communication 

effort including comprehensive executive, line manager and business-wide support was adopted. This 

included ensuring the team attended town hall sessions, briefings and regular updates as well as 

conducting three personal conversations with each affected employee within the space of a four-week 

period.  

4. Listening for feedback

We also had a structured pulse check process where leadership, HR and the project team connected 

on a daily basis to ensure we able to respond to feedback effectively either by updating the Q&A 

documentation or even changing our approach, as we did on one occasion.  

5. Town Halls

We wanted to ensure our employees all heard the same message at the same time. Needless to say, 

this was a challenge given we had multiple locations. Nevertheless, we held simultaneous town hall 

sessions led by a selection of board members. To ensure they delivered a completely consistent 

message, we took time during an offsite event to work with them to familiarise them with the subject 

in more detail so that they were effectively equipped to speak from the heart. We also felt that such 

an important subject was best heard in person and therefore this approach was a perfect way of doing 

this.  

Results (300 words maximum):  

We can say confidently that working as a strong team within a broader cross-business team was a 

success.  

• Out of all of our employees who were required to change their terms and conditions, all but

two have agreed to the new harmonised terms. 99% signed up before the agreed deadline and

where provided access to flexible benefits.

• All workshops were well attended and the volume of calls to the helpline (2,000)

demonstrated high engagement throughout the consultation and flexible benefits enrolment

process.

• We also received overwhelming positive feedback from our leaders about the communication

strategy and will be using this approach as a blueprint for any large-scale change in the future.

• Furthermore, flexible benefits sign up went from 2,000 employees (selecting at least one

benefit) to 3,000 employees.

• The intranet page was well visited having over 5,000 hits and 6,000 email click-throughs during

the first week of flexible benefits enrolment.

• Up to 2,000 staff were able to join in a webinar on flexible benefits throughout the enrolment

to explain what was on offer and the new reward and benefits structure. In addition, these

were recorded and distributed online to access via mobile phones, PCs, Laptops and kiosks.

• Each member of the team upskilled and can now carry this experience forward in their career.

Two members have been subsequently promoted onto new projects.


